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ABSTRACT 
The main objective of this study is to examine the factors to influence employees’ 
retention intention in Kedah State Development Corporation (KSDC). The five 
factors that to measure employees’ retention intention were compensation, work-life 
balance, organizational commitment, career opportunity and supervisor support. Data 
were gathered through questionnaire survey of employees at KSDC Company (n=92). 
Correlation and regression analysis were used of examine the relationship between the 
five factors and employees’ retention intention. The results indicated that 
compensation, work-life balance, organizational commitment, career opportunity and 
supervisor support were positively correlated with employees’ intention to stay in the 
KSDC Company. The multiple regression results suggest that compensation was the 
most important factor in influencing employees’ retention intention. The findings 
were discussed and recommendations for further research were also addressed. 
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ABSTRAK 
Objektif utama tentang kajian ini adalah untuk menguji faktor-faktor yang 
mempengaruhi niat pekerja-pekerja untuk mengekal di Perbadanan Kemajuan Negeri 
Kedah (PKNK). Terdapat lima faktor yang telah digunakan untuk menilai niat 
pekerja-pekerja,iaitu pampasan, keseimbangan kehidupan kerja, komitmen organisasi, 
peluang pekerjaan dan sokongan daripada penyelia.Data-data yang mengenai kajian 
ini telah dikutip melalui soal selidik oleh pekerja-pekerja Perbadanan Kemajuan 
Negeri Kedah (PKNK) (n=92). Analisis korelasi dan regresi telah digunakan untuk 
menguji hubungan antara lima faktor tersebut dan niat pekerja-pekerja untuk 
mengekal di Perbadanan Kemajuan Negeri Kedah (PKNK). Keputusan kajian ini 
yang melalui analisis korelasi telah menunjukkan terdapat hubungan korelasi yang 
positif antara pampasan, keseimbangan kehidupan kerja, komitmen organisasi, 
peluang pekerjaan dan sokongan penyelia dengan niat pekerja-pekerja untuk 
mengekal di Perbadanan Kemajuan Negeri Kedah (PKNK). Manakala melalui analisis 
regresi, keputusan telah menunjukkan bahawa pampasan merupakan faktor yang 
terpenting dalam mempengaruhi niat pekerja-pekerja untuk mengekal di Perbandanan 
Kemajuan Negeri Kedah (PKNK). Keputusan-keputusan kajian ini telah dibincangkan 
dan kenyataan untuk penylidikan pada masa depan juga telah ditunjukkan.  
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CHAPTER 1 
INTRODUCTION 
1.1 Background of Study 
The organization's success and prosper cannot be realized without support and 
contribution from its employees. From modern human resource perspective, human 
capital is the most valuable assets for the organizations (Mello, 2011). Human assets 
are difficult to duplicate, so they become the key competitive advantage for an 
organization in the intensive competition. Clearly, finding and hiring the right 
employees are initial to the establishment of organization, but maintaining the 
effective workforce will be more important for the organization’s development 
(Schuler & Jackson, 1987). 
 
Employee is a person who has agreed to provide service for employer in exchange for 
money (legal dictionary, 2010). That means employees work for the employers to 
make contribution to the production, sales and service, at the same time employers 
pay employee in terms of money for their efforts contributed to the organization. 
Employees and employers are inter-depended on each other. Employees work for 
employers to earn salary, and employers need employees to get work done, by such 
way to make profit for the organization.  
 
The contents of 
the thesis is for 
internal user 
only 
59 
 
Reference 
 
Aaron-Corbin, C. 1999, The multiple-Role Balancing Act. Management Review, 
October, p. 62. 
 
Abbasi, S. M., & Hollman, K. W. (2000). Turnover: The real bottom line. Public 
Personnel Management, 29(3), 333–343. 
 
Ajzen, I. & Fishbein, M. (1980). Understanding Attitudes and Predicting Social 
Behaviour. Englewood Cliffs, NJ: Prentice-Hall. 
 
Angle, H. L., & Perry, J. L. (1981). “An empirical assessment of organization 
commitment and organizational effectiveness”. Administrative Science 
Quarterly, 26, 1-13. 
 
Arkin, J. (1997), Unlocking the solutions: Turnover and absenteeism, Grounds 
Maintenance, 32, 24-7. 
 
Atul, M., Nina, G & Jason, D. S. (2010) A Comparative Examination of Graditional 
and Skill-based Pay Plans. Journal of Managerial Psychology, 26(4). 
 
Bateman, T. & Strasser, S. (1984). “A longitudinal analysis of the antecedents of 
organizational commitment”. Academy of Management Journal, 21, 95-112. 
 
Becker, B. and Huselid, M. (1999), “An interview with Mike Losey, Tony Rucci, and 
Dave Ulrich: three experts respond to HRMJ’s special issue on HR strategy in 
five leading firms”, Human Resource Management, Vol. 38 No. 4, pp. 353-65. 
 
 
60 
 
Bergmann, T.J. and Scarpello, V. (2002), Compensation Decision Making, 4th ed., 
Southwestern, Mason, OH. 
 
Bolon, D.S. (1997). “Organizational Citizenship Behavior Among Hospital 
Employees: A Multidimensional Analysis Involving job Satisfaction and 
Organizational Commitment”. Hospital & Health Services Administration, 42, 
2, 221-241. 
 
Broers, C. M. (2005). Career and Family: The Role of Social Support, Unpublished 
PhD Thesis, Brisbane, Griffith University. 
 
Brown, R., & Yoshioka, B. (2003). Organizational commitment: Clarifying the 
concept and simplifying the existing construct typology. Journal of Vocational 
Behaviour, 49, 230–251. 
 
Burke, R. J., Burgess, Z. & Oberrlaid, F. (2004). Do Male Psychologists Benefit from 
Organisational Values Supporting Work-Personal Life Balance?. Equal 
Opportunities International, 23 (1), 97-107. 
 
Chew, J. and Chan, C.A. (2007), Human Resource Practices, Organizational 
Commitment and Intention to Stay. International Journal of Manpower, 29(6), 
503-522 
 
Cho, S., Woods, R., Jang, S. and Erdem, M. (2006), “Measuring the impact of human 
resource management practices on hospitality firms’ performances”, 
International Journal of Hospitality Management, Vol. 25 No. 2, pp. 262-77. 
 
Cotton, J and Tuttle, J (1986). Employee Turnover: A meta-analysis and review with 
implication for research. Academy of Management Review, 11(1), 55-70. 
 
61 
 
Crager, B. (2006). Permanent employee versus contract work: what the best for oil 
and gas industry?.  World energy magazine. Vol. 9(1). 
 
Craig, A.M. & Charles, C.M (2008). Introduction to Eudcational Research. 6
th
 edition. 
Boston: Pearson A&B, 2008 
 
Dalessio, A., Silverman, W. & Schuck, J. (1986). Paths to turnover: a re-analysis and 
review of existing data on the Mobley, Horner, and Hollingsworth’s turnover 
model. Human Relations. 39: pp 245-264. 
 
Dockel, A. (2003). The Effect of Retention Factors on Organisational Commitment: 
An Investigation of High Technology Employees. Master’s Dissertation. 
Faculty of Economics and Management Science, University of Pretoria 
 
Doherty, L. & Manfredi, S. (2006) Action research to develop work-life balance in a 
UK university, Women in Management Review, 21(3), 241-259. 
 
Dreher, G.F., Ash, R.A. and Bretz, R.D. (1988), “Benefit coverage and employee cost: 
critical factors in explaining compensation satisfaction”, Personnel Psychology, 
Vol. 41, pp. 237-54. 
 
Dundas, K. (2008). Work-Life Balance: There is no ‘one-size-fits-all’ solution, In 
O'Rourke, K. (Ed.) (2008), Managing Matters, New South Wales, Graduate 
College of Management, Southern Cross University. 
 
Eikhof, D. R., Warhurst, C. & Haunschild, A. (2007) Introduction: What work? What 
life? What balance? Critical reflections on the work-life balance debate', 
Employee Relations, 29(4), 325-333. 
 
 
62 
 
Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. and Rhoades, L. 
(2002), “Perceived supervisor support: contributions to perceived 
organizational support and employee retention”, Journal of Applied 
Psychology,, Vol. 87, pp. 565-73. 
 
Elangovan, A.R., (2001). Causal ordering of stress, satisfaction and commitment, and 
intention to quit: a structural equation analysis. Leadership & Organizational 
Development Journal, 22, 159- 16. 
 
Ezzedeen, S. R., & Swiercz, P. M. (2002). Rethinking worklife balance: Development 
and validation of the cognitive intrusion of work scale (CIWS)—A dissertation 
research proposal. Proceedings of the 2002 Eastern Academy of Management 
Meeting. 
 
Farris, G. F. (2000). Rewards and retention of technical staff. IEEE International 
Engineering Management Conference, 617–619. 
 
Fishbein, M., & Azjen, I (1975). Belief, attitudes, intention and behavior: An 
introduction to theory and research. Reading, MA: Addison – Wesley. 
 
Fisher-McAuley, G., Stanton, J., Jolton, J., & Gavin, J. (2003). Modelling the 
relationship between work life balance and organisational outcomes. Paper 
presented at the Annual Conference of the Society for 
Industrial-Organisational Psychology. Orlando, April 12, 2003, 1-26. 
 
Gable, B. (1999). Building and retaining staff – it’s a whole new world. Business 
Communication Review, vol.29, issue.7, p.60–63. 
 
Gerhart, B. and Milkovich, G.T. (1992), “Employee compensation: research and 
practice”, in Dunnette, M.D. and Hough, L.M. (Eds), Handbook of Industrial 
63 
 
and Organizational Psychology, 2nd ed., Vol. 3, pp. 481-570. 
 
Gerhart, B., Trevor, C.O. and Graham, M.E. (1996), “New directions in compensation 
research: synergies, risk, and survival”, in Ferris, G.R. and Rowland, K. (Eds), 
Research in Personnel and Human Resources Management, Vol. 14, JAI, 
Greenwich, CT, pp. 143-203. 
 
Gerhart, B. and Rynes, S.L. (2003), Compensation: Theory, Evidence, and Strategic 
Implications, Sage, Thousand Oaks, CA. 
 
Greenhaus, J. H. (1987). Career Management. Hinsdale, Illinois: Dryden. 
 
Gomez-Mejia, L.R. and Balkin, D.B. (1992), Compensation, Organizational Strategy, 
and Firm Performance, South-Western, Cincinnati, OH. 
 
Gottlieb, B.H. 1999, Flexible Work Arrangements: The Promise and the Practive. 
CFWWW Research News, July/August, p. 5-9. 
 
Greenblatt, E. (2002). Work/life balance: Wisdom or whining. Organizational 
Dynamics 31, 177-193. 
 
Guthrie, J. (2001), “High involvement work practices, turnover, and productivity: 
evidence from New Zealand”, Academy of Management Journal, Vol. 44 No. 1, 
pp. 180-90. 
 
Curry, D. H., P. Caplan, P. & Knuppel, J. (1994). Transfer of training and adult 
learning (TOTAL). Journal of Continuing Social Work Education, 6, 8–14. 
 
Hackman, J. R. & Oldham, G. R. (1980). Work redesign. Reading, MA: 
Addison-Wesley. 
64 
 
Hatton, C. and Emerson, E. (1998), “Brief report: organisational predictors of actual 
staff turnover in a service for people with multiple disabilities”, Journal of 
Applied Research in Intellectual Disabilities, Vol. 11, pp. 166-71. 
Hewitt Associates. (2004). Strategies for Cost Management of the HR Function. 
Timely Topics Survey Results Igharia, I. & Greenhaus, J.(1992). The career 
advancement prospects of managers and professionals. Decision Sciences. 
23(2): pp 478-500. 
 
Heneman, H.G. III and Judge, T.A. (2000), “Compensation attitudes: a review and 
recommendations for future research”, in Rynes, S.L. and Gerhart, B. (Eds), 
Compensation in Organizations: Progress and Prospects, Jossey-Bass, San 
Francisco, CA, pp. 61-103. 
 
Hong, L.C., & Kaur, S. (2008), “The Relationship between Organizational Climate, 
Employee Personality and Intention to Leave.” International Review of 
Business Research Papers, Vol. 4 (3).  
 
Hoisch, M. (2001), “Organizational factors influencing longevity in professional, 
managerial and administrative employee retention”, UMI Dissertation Services, 
No. 3038765. 
 
Huselid, M.A. (1995), “The impact of human resource management practices on 
turnover, productivity and corporate financial performance”, Academy of 
Management Journal, Vol. 38 No. 3, pp. 635-72. 
 
Hutchison, S. (1997), “A path model of perceived organizational support”, Journal of 
Social Behavior and Personality, Vol. 12, pp. 159-74. 
 
Igbaria, M., & Greenhaus, J.H. (1992). Determinants of MIS employees’ turnover 
intentions: a structural equation model. Communications of the ACM, 35(2), 
65 
 
35-49. 
 
Janet, C. L. C., (2004) The Influence of Human Resource management Practices on 
the Retention of Core Employee of Australian Organizations: An Empirical 
Study.  Murdoch University. 
 
Kalliah, T.J. and Beck, A. (2001), “Is the path to burnout and turnover paved by the 
lack of supervisory support: a structural equations test”, New Zealand Journal 
of Psychology, Vol. 30, pp. 72-8.  
 
Karatepe, M. O., & Tekinkus, M. (2006) The effects of work-family conflict, 
emotional exhaustion, and intrinsic motivation on job outcomes of front-line 
employees, International Journal of Bank Marketing, 24(3), 173-193. 
 
Karen, H. C., (2000) compensation, Incentive and Organizational Change: Ideas and 
Evidence from Theory and Practice. The Ohio state University 
 
Kaye, B. (2000). Retention: Tag, you're it! Training and Development, 54, 29–34. 
 
Khatri, N. and Chong, T.F. (2001) Explaining Employee Turnover in an Asian Context. 
Human Resource Management Journal, 11(1) 54-74. Kirschenbaum, A. & 
Weisberg, J. (1990). Predicting worker turnover: An assessment of intent on 
actual separations. Human Relations. 43: pp 829-847. 
 
Koch, J. & Steers, R. (1978). Job attachment, satisfaction, and turnover among public 
sector employees. Journal of Vocational Behavior, 12, 119-128. 
 
Lazarova, M. B., & Caligiuri, P. (2001). Retaining repatriates: The role of 
organization support practices. Journal of World Business, 36(4): 389-401. 
 
66 
 
Legal dictionary. (2011). Definition of employees. retrieved on 26 February 2011 
from: http://www.duhaime.org/LegalDictionary/E/Employee.aspx. 
 
Lim, G.S., Mathis, R.L., and Jackson. J.H. (2010), Human Resource Management. 
Singapore: Cengage Learning Asia Pte Ltd. 
 
Lovett, S., Coyle, T. & Adams, R. (2004). Job satisfaction and technology in Mexico. 
Journal of world business, 39(3), 217-232. 
 
Mangelsdorff, D. (1989). Across-validation study of factors affecting military 
psychologists decision to remain in the service: The 1984 active duty 
psychologists survey. Military Psychologist, 4, 241–251. 
 
Mello, J. A. (2011). Strategic Management of Human Resources. Canada: Nelson 
Education, Ltd. 
 
Meyer, J.P. & Allen, N.J. (1991). A Tree-Component Conceptualitazation f 
Organizational Commitment. Human Resource Management Review, 1, 
61-89. 
 
Meyer, J. P. Allen, N. J. Smith, C. A. (1993). “Commitment to Organizations and 
Occupations: Extension and Test of a Three-Component Conceptualization”. 
Journal of Applied Psychology, 78, 4, 538-552. 
 
Meyer, J.P. & Allen, N.J (1997). Commitment in the workplace: Theory, research and 
application. Thousand Oaks, CA: Sage Publications. 
 
Mejia, L. G. balkin. D. Cardy, R. (2010). managing human resource. new jersey: 
prentice hall. 
 
67 
 
Mitchell, T.R., Holtom, B.C., Lee, T.W., Sablynski, C.J., and Erez,M. (2001) Why 
People Stay: Using Job Embeddedness to Predict Voluntary Turnover. 
Academy of Management Journal, 2(4), 1102-1122. 
 
Milkovich, G.T. (1988), “A strategic perspective on compensation management”, in 
Ferris, G.R. and Rowland, K. (Eds), Research in Personnel and Human 
Resources Management, Vol. 6, JAI, Greenwich, CT, pp. 263-88. 
 
Milman, A. (2003), “Hourly employee retention in small and medium attractions: the 
central Florida example”, International Journal of Hospitality Management, 
Vol. 22 No. 2, pp. 17-35. 
 
Milman, A. and Ricci, P. (2004), “Predicting job retention of hourly employees in the 
lodging industry”, Journal of Hospitality and Tourism Management, Vol. 11 
No. 1, pp. 23-41. 
 
Mowday, R., Steers, R., and Porter, L. (1979). The measurement of organizational 
commitment. Journal of Vocational Behavior, 14, 224-247. 
 
Muchinsky, P.M. (1997). Psychology applied to work: An introduction to industrial 
and organizational psychology, (5th ed). Pacific Grove: Brooks/Cole 
Publishing. 
 
Munn, E.K., Barber, C.E. and Fritz, J.J. (1996), “Factors affecting the professional 
well-being of child life specialists”, Children’s Health Care, Vol. 25, pp. 71-91. 
 
Noraani, M., Aminah, A.,  Jegak, U. &  Khairuddin, I. (2010) The Influence of 
Work-Family Factors on the Relationship between Job Autonomy and 
Intention to Stay among Single Mothers in Malaysia. Asian Journal of 
Management Research, ISSN 2229 – 3795 
68 
 
O'Reilly, III, C., & Chatman, J. (1986). "Organizational Commitment and 
Psychological Attachment: The Effects of Compliance, Identification and 
Internalization on Prosocial Behavior". Journal of Applied Psychology, 71, 3, 
492-499. 
 
Porter, L.W.; Steers, R.M.; Mowday, R.T.; & Boulian, P.V. (1974) Organizational 
commitment, job satisfaction, and turnover among psychiatric technicians. 
Journal of Applied Psychology, 1974, 59, 603-609. 
 
Porter, L.W.,Crampon, W. & Smith, F. (1976). Organizational commitment and 
managerial turnover: A longitudinal study. Organizational Behavior and 
Human Performance, 15, 87-98. 
 
Premeaux, S. F., Adkins, C. L. & Mossholder, K. W. (2007). Balancing work and 
family: A field study of multi-dimensional, multi-role work-family conflict'. 
Journal of Organizational Behavior, 28 (1) 705-727. 
 
Price,J.L.and Mueller,C.W. (1986). `Absenteeism and Turnover of Hospital 
Employees’. JAI Press Inc. 
 
Pyron, D. (2008). Solution to recruitment and retention challenges. Society of 
Petroleum Engineers. Retrieved on 24 February 2011 from: 
www.spe.org/papers/pubs/tt/documents/v2n2_solutions_recruitment.pdf 
 
Quick, J. D., Henley, A. B., & Quick, J. C. (2004). The balancing act: At work and at 
home. Organizational Dynamics, 33, 426-438. 
 
Reichers, Arnon (1985). “A review and reconceptialitzion of organizational 
commitment”. The Academy of Management Review¸10, 3, 465-476. 
 
69 
 
Riley, M., Ladkin, A., and Szivas, E. (2002) Tourism Employment: Analysis and 
Planning. Clevedon, Channel View Publications. 
 
Robbins, S. P., Bergman, R., Stagg, I., and Coulter, M. (2000) Management. Australia, 
Prentice Hall. 
 
Rosen, C. (2000) Hotels and Restaurants compete for skilled IT professionals - Talent 
scramble heats up. Information Week: 263. 
 
Samad, S. (2006). The Contribution of Demographic Variables: Job Characteristics 
and Job Satisfaction on Turnover Intentions. Journal of International 
Management Studies. 1(1).  
 
SASHA (2011), Compilation of Turnover Cost Studies. Retrieved on 13 May 2011, 
from:http://cabenefits.com/wp-content/uploads/Sasha-Corp-Employee-Turnov
er-Cost-Studies.pdf 
 
Schuler, R.S., & Jackson, S.E. (1987). Organisation strategy and organisation level as 
determinants of human resource management practice. Human Resource 
Planning, 10(2), 441–455. 
 
Shawan, M. C. (2010), Turnover Prediction Using Attitudes towards Benefits, Pay, 
and Pay Satisfaction among Employees and entrepreneurs in Estonia, Latvia, 
and Lithuania. Baltic Journal of Management, 6(1).  
 
Sightler, K.W., & Adams, J.S. (1999), Differences between stayers and leavers among 
part-time workers, Journal of Managerial Issues, 11, 110-25. 
 
Super, D.E. (1957). The Psychology of Careers. New York. Harper and Row. 
 
70 
 
Tett, R.P. & Meyer, J.P. (1993), Job Satisfaction, Organizational Commitment, 
Turnover Intention, and Turnover: Path Analyses Based on Meta-Analytic 
Findings. Personal Psychology. 46(2): 259-293. 
 
Tyson, P. D., Pongruengphant, R. & Aggarwal, B. (2002). Coping with organizational 
stress among hospital nurses in Southern Ontario. International Journal of 
Nursing Studies, 39(4), 453-459. 
 
US Department of Labor (1993), High Performance Work Practices and Firm 
Performance, Government Printing Office, Washington, DC. 
 
Walsh, K. and Taylor, M. (2007), “Developing in-house careers and retaining 
management talent”, Cornell Hotel and Restaurant Administration Quarterly, 
Vol. 48 No. 2, pp. 163-82. 
 
Wekipedia. (2011). Definition of Employee Retention. Retrieved on 13 May 13, 2011. 
From: http://en.wikipedia.org/wiki/Employee_retention  
 
Web information. (2011). Information about Kedah State Development Corporation. 
Retried from Nov 14, 2011 from: 
http://www.pknk.gov.my/index.php?option=com_content&view=article&id=1
37&Itemid=97 
 
Widipedia.(2011). Demographics of Malaysia. Retrieved on 14 May 16, 2011. From: 
http://en.wikipedia.org/wiki/Demographics_of_Malaysia 
 
Williams, M.L., McDaniel, M.A. and Nguyen, N.T. (2006), “A meta-analysis of the 
antecedents and consequences of pay level satisfaction”, Journal of Applied 
Psychology, Vol. 91, pp. 392-413. 
 
71 
 
Youndt, M., Snell, S., Dean, J. Jr and Lepak, D. (1996), “Human resource 
management, manufacturing strategy, and firm performance”, Academy of 
Management Journal, Vol. 39 No. 4, pp. 836-66. 
 
Yoon, J., & Thye, S. (2000). Supervisor support in the work place: Legitimacy and 
positive affectivity. Journal of Social Psychology, 140, 295–316. 
 
Zhang, Y.J. and Chen, J.C. (2010), Motivational Mechanism Research of On-the-job 
Embeddedness Effects on Intentions to Stay. Economics and Management 
School Beijing Forestry University 
   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
72 
 
 
 
 
 
 
 
 
 
 
APPENDIX I 
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